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Abstract 
Motivation has a central role in achieving high performances within organizations. As the organizational climate can be closely 
correlated with employees’ motivation, providing a motivating environment in industrial firms depends on managers’ ability to 
create a supportive organizational climate. The main objective of this paper is to underline the most relevant dimensions of the 
organizational climate which increase employees’ intrinsic and extrinsic motivation, according to Herzberg’s dual factors theory. 
In the light of this research, the investigation was based on quantitative research techniques, by means of a pilot questionnaire, 
using a non-probabilistic sample represented by employees and managers of industrial firms from Romania. By analyzing the 
relationships between organizational climate dimensions and motivation, the results will demonstrate the influence of 
organizational climate on the level of employees’ motivation. Considering the obtained results, there will be also proposed 
recommendations to create an organizational climate which could enhance employees’ motivation. 
© 2014 The Authors. Published by Elsevier Ltd. 
Selection and peer-review under responsibility of SIM 2013/12th International Symposium in Management. 
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1. Introduction 
Employees’ motivation represents a key factor which determine action and behaviors that materialize in effort 
and energy towards accomplishing the goals of the company and achieving also their own objectives. In this context, 
the organizational climate of the company influences employees’ motivation and work performance. Concerning the 
importance which work motivation has on employees’ performance at the workplace, it must be outlined the role of 
the organizational climate, as predictor of employees’ motivation improvement. According to Rensis Likert, the 
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organizational structure, the managerial behavior, company policies, decisions, the relationship with work 
colleagues, work facilities, the physical ambience, influence human resources motivation, satisfaction and overall 
organizational performance (Likert & Pyle, 1971).  In such a context, it is noteworthy to identify those 
organizational climate factors which determine employees’ work motivation at the workplace. The creation of an 
organizational climate enhancing those factors, which have a positive influence on employees’ motivation 
improvement, determine high performances in organizations and stimulate organizational outcomes. 
2. Work motivation 
Motives (Cosmovici, 1996) which determine employees to involve in work activities are various. Therefore, 
employees work in order to satisfy their material and psychological needs. There are four categories of factors which 
explain employees’ involvement in work activities: need for income, need for relaxation, and need for advantages 
and the impulse for working. The time and the effort for performing work activities depend on employees’ attitudes 
regarding the salary, relaxation, advantages and the impulse for working (Douglas & Morris, 2006). Work 
motivation can be described as a set of internal and external factors which initiate work behavior and determine its 
direction, intensity and duration. Work motivation can be determined measuring satisfaction and work performance.  
In such circumstances, managers should focus attention on identifying the employees’ needs and their requests 
regarding the characteristics of the work environment, in order to create a motivating workplace (Seiler, Lent, 
Pinkowska, & Pinazza, 2012) and to obtain high organizational outcomes. 
3. Herzberg’s two factor theory 
The framework of this paper is based on identifying the prevalent extrinsic and intrinsic factors which determine 
employees’ motivation. To identify the relevant motivational factors which influence employees’ work activities and 
the performance at the workplace, it was chosen Herzberg’s two factor theory. The two categories of motivational 
factors which Herzberg (1966) identified demonstrate that  motivators (recognition, promotion, personal 
development, responsibility, etc.) are associated with work satisfaction and produce work performance, whereas 
hygiene factors, such as salary, work conditions, job security, company policies, are associated with dissatisfaction. 
According to Herzberg’s theory, the extrinsic factors do not produce satisfaction and work performance, but their 
presence represents a precondition for motivators to produce their effects. The absence of intrinsic factors 
(motivators) determines dissatisfaction and their presence in employees’ work represents a source of work 
motivation and satisfaction (Stroh, Northcraft, & Neale, 2002). 
4. Organizational climate influence 
The literature outlines that the organizational climate is defined as the employees’ subjective perceptions of how 
their work environment affects them as individuals (Glisson, 2007). As it is more related to the individual and to the 
surrounding work environment, the organizational climate is “based on perceived patterns in the specific 
experiences and behaviors of people in organizations (Schneider, Bowe, Ehrhart, & Holcombe, 2000).” Also, the 
organizational literature established a distinction between organizational climate, which encapsulates “the way 
people perceive their work environment” and the organizational culture, which refers to norms and “the way things 
are done in an organization (Glisson, 2007).” 
Concerning the organizational climate issue, it must be underlined that it is recognized the influence of 
organizational climate factors on organizational goals accomplishment, offering strong predictions regarding work 
motivation, employees’ work engagement, work satisfaction, performance and other employees’ attitudes (Schyns,  
Van Veldhoven, & Wood, 2009). 
The physical environment (furniture, equipments), the technological environment (work processes, the 
organization of the workplace, machines, equipments), the social environment (employees’ attitudes, behaviors, 
rules, the support offered to employees, rewards), the political environment and the economic environment represent 
the elements of organizational climate which influence employee’ motivation, work satisfaction and performance 
(Huţu, 2005). 
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In order to contribute to employees’ motivation improvement, it is necessary to determine the organizational 
climate factors which stimulate employees to achieve organizational goals. Employees from industrial companies 
could be motivated in their work activities creating and maintaining an organizational climate which stimulates their 
desire to realize very well the work tasks and to satisfy their needs by accomplishing the organizational goals. 
In such context, it appears as important to identify the influence of organizational climate factors on employees’ 
intrinsic and extrinsic motivation, as this directs employees towards adopting a positive attitude regarding their daily 
work activity. 
5. Methodology of the study 
In the current context of human resources motivation challenges, it is important for managers to provide a 
motivating environment, identifying factors which motivate employees. 
The principal objective of the study was to identify the level of employees’ motivation from Romanian industrial 
firms. To achieve this, the paper has covered the following specific objectives:  
x To identify prevalent motivational types for employees from industrial companies; 
x To identify organizational climate factors from industrial companies; 
x To identify the level of employees’ motivation in relation to organizational climate factors. 
The current research aims to identify the level of employees’ motivation, determining the type of motivation 
(intrinsic or extrinsic) which coordinate their actions. It was realized the distinction between intrinsic factors 
(motivators) and extrinsic (hygienic), choosing as a model Herzberg’s two factor theory (Currie, 2009). 
Furthermore, the scientific research attempts to identify those characteristics of employees’ work and of 
organizational climate factors which influence and improve the work of employees’ from industrial firms. In such a 
context, the research premise is that a high level of employees’ motivation is directly influenced by the 
organizational climate.  
The research is actual and opportune as managers should have the ability to provide the conditions to increase the 
level of employees’ motivation, in the context of the human resources management changes. Thus, the current study 
is an applicative research and identifies those organizational climate factors which could provide the enhancement 
of employees’ motivation. Moreover, the utility of the current research paper is also shown in the light of 
identification of organizational climate factors which action on employees’ activity and create motivational forces in 
their work.  
The study was conceived as preponderantly exploratory on the level of formulating conclusions regarding 
employees’ motivation in relation to the specific organizational climate where they perform work activities.  
5.1. Sample & demographics 
Using an exploratory approach, the current study was designed to verify the relationship between organizational 
climate and motivation variables, whereas data collection was based on a small scale survey, using a pilot 
questionnaire (Saunders, Lewis, & Thornhill, 2009). 
The current study was conducted during March 2013 – May 2013, in industrial companies from Suceava and Iasi 
counties. All 45 questionnaires  which were distributed to employees working in industrial firms from the North-
East Region of Romania, using non-probability sample techniques (Adams, Khan, Raeside, & White, 2007), were 
filled in. Due to constraints related to accessibility to questioning the targeted population, there were used snowball 
and convenience sampling (Tharenou, Donohue, & Cooper, 2007), in order to pre-test the measures the study 
proposed. Nonparametric statistic was used for the quantitative research. For questionnaire measurement it was used 
a 5-point Likert-type scale, ranging from 1(„to a very little extent”) to 5 („to a very large extent”).  
The sample was represented by 45 employees from industrial companies from Suceava, Falticeni and Iasi city. 
Demographic data was summarized as following: 66.7 % of female; 26.7% aged between 20 and 25 years old, 4.4% 
between 26 and 30 years old, 15.6% between 31 and 35 years old, 13.3 % between 36 and 40 years old, 15.6% 
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between 41 and 45 years old, 8.9% between 46 and 50 years old, 11.1 % between 51 and 55 years old and 4.4% 
between 56 and 60 years old; last school graduated – 13.3% vocational school, 33.3% high school, 28.9% 
Bachelor’s degree, 22.2% Master’s degree, 2.2% Ph. D; profession – 22.2 % declared themselves sewing machine 
operators, 20 % engineers, 17.7 % tinsmiths, 13.3 % economists, 13.3 % trade operators, 8.8 % students, 2.2%  
technical experts, 2.2 % social workers; the managerial position – 88.9 % non managers, 6.7% first line managers, 
4.4.% middle managers; the object of activity of their company – 28.8 % textiles confections (textile industry), 24.4 
% commercial industry, 17.7 % thermal installations, 6.6 % pharmaceuticals,  6.6 % constructions industry, 6.6 % 
mechanical machining, 4.4 % cosmetics industry, 2.2 % milling; 48.9% have worked in their company for a period 
up to 5 years, 20% for a period of 6 to 10 years, 22.2% between 11 and 15 years, 4.4 % have worked for a period of 
21 to 25 years and 4.4 % between 26 and 30 years. 
5.2. Data collection 
For collecting the relevant results regarding the prevalent motivational types and the organizational climate 
factors there was used a pilot questionnaire to determine the influence of organizational climate on human resources 
motivation, represented by employees working in  industrial firms from North-East Region of Romania. 
The final form of the pilot questionnaire contained 20 questions. Some questions of the questionnaire referred to 
motivational dimensions, checking intrinsic motivation variables (the value of their work, appreciation and 
recognition, responsibility, personal development opportunities, promotion possibilities), and other refer to extrinsic 
motivation (manager’s competence, work conditions, salary, job security, company policy).  
The other questions referred to dimensions of organizational climate: the support offered to the employees, rules 
and procedures, machines and equipments, feelings about work colleagues, physical ambience, the policies of 
stimulating employees, innovation, reward system, financial conditions and the conflict.  
Collected data was inserted in a SPSS database. There was realized an accurate analysis of the obtained results 
and correlations between different dimensions formulated in the research was executed. The intensity of the 
correlation between organizational climate and motivational variables was measured using Spearman coefficient for 
ordinal variables. Using this statistical instrument, accurate results were obtained regarding the level of employees’ 
motivation in relation to organizational climate. 
The identification of prevalent motivational types was realized calculating the frequencies (namely, the number 
of cases with each unique value of a variable) of motivational variables. Variables were ranked depending on the 
frequency of the value „to a very large extent”. The same exercise, which involves ranking the frequencies of the 
organizational climate factors verified through the research instrument, it was realized.  
 Measuring the intensity of correlation between employees’ motivation and organizational climate, it was realized 
ranking organizational climate and motivational variables according to frequencies of their maximal values. 
Considering that these values indicate a high intensity of the employees’ answers, it was effectuated the correlation 
between variables using Spearman coefficient. These correlations or their absence indicated the level of employees’ 
motivation in relation to organizational climate factors which are specific to their companies and the influence that 
organizational climate factors exert on employees’ motivation.  
6. Results 
Cumulating variables frequencies of „to a very large extent” employees’ answers, it was observed that the 
prevalent motivational factors, to which employees working in industrial firms give a great importance, are the 
following: job security (offering job security represent the most important motivational strategy in Romanian 
companies), work conditions (the conditions for work offered to employees are very important in performing their 
work), the manager’s competence (it is very important for employees to have an efficient manager), recognition (it 
is important for employees to have a positive feedback from their colleagues and managers), value of work 
(employees enjoy their work activities), salary (the salary influence employees’ activities), responsibility (the 
majority of employees are not motivated by bearing responsibility at the workplace), promotion, personal 
development and company policy (the industrial companies do not offer as a motivation strategy the possibility of 
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promotion for employees, their personal development and the companies policies do not motivate employees in their 
work). 
The table below shows the number of employees who consider the motivational factors, according to Herzberg’s 
two factor theory, influencing to a very large extent their work activities. 
 Table 1. Motivational factors influencing employees’ work activities 
Intrinsic/Extrinsic motivation factor The frequency of 
 „to a very large 
extent” answers 
Job security 31 (68.9 %) 
Work conditions 31 (68.9%) 
Manager’s competence 
Appreciation/Recognition 
Value of work 
Salary 
Responsibility 
Promotion 
Personal development 
Company policy 
28 (62.2%) 
12 (26.7%) 
11 (24.4%) 
10 (22.2%) 
7 (15.6%) 
7 (15.6%) 
6 (13.3%) 
4 (8.9%) 
 
Analyzing also the organizational climate factors registering the frequencies of the answers “to a very large 
extent”, the statistical analysis demonstrated that employees within industrial firms give a great importance to  
feelings about work colleagues (28.9% of respondents), financial conditions (28.9% of respondents), machines and 
equipments (26.7% of respondents), physical ambience (24.4% of respondents), rules and procedures (20% of 
respondents), the support offered to the employees (17.8% of respondents), reward system (11.1% of respondents), 
the conflict (8.9% of respondents), the policies of stimulating employees (8.9% of respondents), and to innovation 
(8.9% of respondents).  
The table below illustrates the results regarding the organizational climate factors which influence to a very large 
extent employees working in industrial companies. 
Table 2. Organizational climate factors in industrial companies 
Organizational climate factors The frequency of 
 „to a very large 
extent” answers 
Feelings about work colleagues 13 (28.9%) 
Financial conditions 13 (28.9%) 
Machines and equipments 
Physical ambience 
Rules and procedures 
The support offered to the employees 
Reward system 
The conflict 
The policies of stimulating employees 
Innovation 
12 (26.7%) 
11 (24.4%) 
9 (20%) 
8 (17.8%) 
5 (11.1%) 
4 (8.9%) 
4 (8.9%) 
4 (8.9%) 
Thus, within industrial firms, the most important organizational climate factors which influence the employees’ 
work are the relationship with the work colleagues, the financial conditions of the company, the machines and the 
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equipments used in their activities, the physical ambience and company’s rules and procedures. Accordingly, 
employees from industrial firms consider their relationship with the coworkers and the financial conditions of their 
organization as the most important factors in performing their activities at the workplace. Also, the machines, 
equipments used at the workplace in accomplishing their tasks, the overall physical ambience and company’s rules 
and procedures exert a strong influence on employees’ work activities.  
To establish the influence which the organizational climate factors has on employees’ motivation from industrial 
firms, the correlations between variables were established ranking them by maximum values frequencies. The 
intensity of the correlation between motivational and organizational climate variables was registered using 
Spearman coefficient (ρ). 
Therefore, we can notice that there were registered strong positive correlations between the organizational 
climate variable feelings about work colleagues and motivational variables appreciation and recognition (ρ=0, 33), 
manager’s competence (ρ=0, 26), work conditions (ρ=0, 26) and job security (ρ=0, 14). Therefore, by analyzing 
these relationships, it can be stated that a good collaboration with the work colleagues influences the importance 
which employees offer to recognition and appreciation they receive from colleagues and managers when they obtain 
organizational outcomes. Also, their feelings about work colleagues have a significant influence on the importance 
they offer to an efficient manager, to conditions from the workplace and to job security.  
The financial conditions of the company influence the value employees offer to their work activity (ρ=0, 16), to 
the salary they receive (ρ=0, 17), to the appreciation they receive (ρ=0, 33), to manager’s competence (ρ=0, 19), to 
work conditions (ρ=0, 32) and to stability of their job (ρ=0, 11).  
The quality and the efficiency of the machines which employees use in performing their work activities influence 
their personal development (ρ=0, 42), the perception they have about company’s policies (ρ=0, 48), the recognition 
from colleagues when they realize very well their tasks (ρ=0, 36) and the responsibilities they take at the workplace 
(ρ=0, 25). 
The physical ambience from the workplace influence employees’ motivation determined by motivational factors 
such as, recognition and appreciation (ρ=0, 23), responsibility (ρ=0, 48), personal development (ρ=0, 59) and the 
possibility of promotion in the company (ρ=0, 27).  
Furthermore, the rules and the procedures from a company have a strong influence on the importance which 
employees offer to their job security (ρ=0, 43), to an efficient manager (ρ=0, 21), to the responsibility they take 
(ρ=0, 39) and to the value they attribute to their work (ρ=0, 25). As the support offered to employees represents an 
organizational climate factor ranked also as very important in employees’ activities, this element influence the 
importance which employees offer to their job security (ρ=0, 38), to the value of their work (ρ=0, 45), to work 
responsibilities (ρ=0, 47), to their personal development (ρ=0, 57) and to their possibilities for promotion (ρ=0, 39).  
It is noteworthy that there were established only strong positive correlations between organizational climate 
factors and the motivational extrinsic and intrinsic variables. In conclusion, in industrial firms, organizational 
climate factors influence the level of employees’ motivation.  
The graphical representation below emphasizes the intensity of the correlation between organizational climate 
and motivational variables computed (ρ= 0. 67). 
Accordingly, an increased level of employees’ motivation working in industrial firms from North East region of 
Romania is directly influenced by the organizational climate. 
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Fig. 1. The correlation between organizational climate factors and employees’ motivation. 
Computing organizational climate and motivational variables using the SPSS software, we obtained also the 
results regarding organizational climate influence on employees’ extrinsic and intrinsic motivation and on their 
overall motivation. 
The results from the table below illustrate these positive correlations between organizational climate and 
motivation. 
Table 3. The relationship between organizational climate and motivation 
 
Organizational climate 
 
Overall motivation Intrinsic motivation Extrinsic motivation 
ρ= 0. 67 
(sig. =0.000) 
ρ= 0. 62 
(sig.=0.000) 
ρ= 0. 53 
(sig. =0.000) 
    
7. Conclusions and recommendations 
The main finding of the current research is that the organizational climate factors in industrial companies from 
the North-East Region of Romania have a direct influence on the level of employees’ motivation.  
58   Gabriela Rusu and Silvia Avasilcai /  Procedia - Social and Behavioral Sciences  124 ( 2014 )  51 – 58 
The results of the study highlight some key ideas regarding the importance which employees from industrial 
firms from Romania attribute predominantly to extrinsic motivational factors (job security, work conditions, 
manager’s competence). However, in such a context the recognition from managers and colleagues and the value 
which employees offer to their work activity have a significant importance for employees. Moreover, employees 
appreciate the good cohesion of their teamwork as determining a high level of motivation, and also the financial 
conditions of their company, the machines and equipments used in their daily activity, the physical ambience from 
the workplace, the rules and procedures which are imposed by the firm and the support offered by managers to the 
employees in performing their work.  
In the end of our scientific research, we find it necessary to underline the fact that the results regarding the main 
objective of this paper demonstrated the influence which organizational climate has on the level of employees’ 
motivation. 
Therefore, it can be concluded that, a good collaboration with work colleagues influence positively the 
importance they offer to the positive feedback received from colleagues and managers when achieving performances 
at work, to an efficient manager and also to the work conditions offered by the company. 
Managers should create an optimal organizational climate offering more importance to improving company’s 
financial conditions, to acquiring equipments and machines which facilitate employees’ work, to creating a general 
physical ambience from the workplace, to implementing rules and procedures which should provide to employees 
the possibility to take work responsibilities and to appreciate more their managers. According to the results of the 
study, it is recommended for managers to offer support for employees in realizing their work tasks, as this have a 
direct influence on increasing their intrinsic motivation.   
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